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Abstract
Indian Railway is one of the most challenged organizations among all public sectors organizations in the INDIA. The Indian
Railway therefore considers that the Loco Pilots should have the ability and the confident to cope with critical situations.
Existing literature regarding Training Needs Analysis (TNA) shows that most studies conducted on TNA practices were done
overseas. Due to cultural differences, these findings might not reflect similar descriptions regarding TNA practiced in the
INDIA. So, this research aims to investigate the nature of Training Needs Analysis within the context of the Loco Pilots of the
Indian Railway and the impact of TNA on organizational performance. To achieve this questionnaires and interviews will be
carried out for the Loco Pilots.
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1. Introduction
The Indian Railway is one of the most challenging organizations among all public sector organizations in the
INDIA. Also, the Loco Pilots are one of the most diverse forces and need to be very focused, active and effective,
and object oriented. The Indian Railways therefore considers that their Loco Pilots should have the ability, skills
and the confident to cope with critical situations who state that human resources have to be equipped with the
necessary level of skills to face these challenges, and training is the basic strategy to achieve this objective (Pic 
1). The significance and value of training has long been recognized. Consider the popular and often repeated 
Give a person a fish and you feed him for a day. Teach a person to fish and you feed him for a
lifetime und saying is attributed to the wisdom of Confucius who lived in the 5th century
society at large, the need for training is more pronounced than ever. (McClelland S.D., 2002).
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With the new emerging organizational reality where change, competition, workforce demographic changes and 
business upheavals are eminent, training and development is becoming ever more an important method that 
equips organizations with the flexibility, adaptability and durability required for survival (Al Khayyat, R. 
Elgamal, M. 1997). Whether fully recognized or not, all organizations, whatever their size, invest time and 
money developing their staff. Whether it is training employees how to use a new piece of software, complete a 
form, give good customer service or write a professional letter, training is an essential part of every organizations 
management. 
 
   
Pic1: Indian Loco-pilots   
 
This paper is part of a research project that seeks to understand the nature of training needs analysis, and the 
impact of this has on improving organizational performance in the context of the Loco Pilots of Indian Railway. 
 
2. Literature review 
 
This section is a brief review of the literature on training and training needs analysis as following:- 
 
2.1. Training 
 
There is no one definition of training. The simplest definition of the training in the traditional training theory 
increase upward mobility within the organization, to adjust workers to the technological changes affecting the 
the skills, knowledge, and attitudes required to initially perform a job or task or improve upon the performance of 
 
 
performance and provides them the skills and knowledge required to do the job in a professional manner. It is 
well acknowledged that one of the most important steps in training development is conducting a training needs 
analysis. This first step in training process focuses on the process of deciding who and what should be trained. A 
training needs analysis is primarily conducted to determine where training is needed, what needs to be taught, and 
who needs to be trained (Goldstein 1993). 
 
There are a few terms that can be used to refer to the process of identification of training needs. The most 
common terms are either training needs analysis (TNA) or training needs assessment. Although both terms are 
often used interchangeably and many writers regard them as similar, Kaufmann, R., et al. (1993) considered them 
as different. According to Kaufman, the purposes of needs assessment were three-fold - to identify performance 
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gaps, to prioritize them and to address the most important ones. Needs analysis, on the other hand, was the 
process adopted to investigate the reasons for the gaps. (Holton, E. et al, 2000). However, the researcher believes 
that both of these terms are closely related and designed to identify training needs within an organization, so the 
two terms may be used interchangeably in this research. 
 
2.2. Training needs analysis models 
 
Leigh, D. et al., (2000) acknowledged that dozens of needs assessment models have existed for the past three 
decades and each differs in terms of its levels of concentration. However, the TNA models have not seen 
significant changes over the past 30 to 40 years, in terms of theory as well as practice (Goldstein, I. 1993). 
Several TNA models have been presented in the literature (McGehee, W. and Thayer, P. 1961; Mager, R. and 
Pipe, P. 1984; Rossett, A. 1987; Rummler, G. and Brache, A. 1995; Taylor, P. et al. 1998; Leigh, D. et al. 2000). 
-level (Organisation-Task-Person) conception of needs assessment is considered 
the core framework for needs assessment in the academic literature and most of the models developed since have 
been based on this three-level framework (Holton, E. et al. 2000),. Clarke, N. (2003) also, stated that the (O-T-P) 
model integrated macro through to micro analyses, arising from an investigation of training needs to meet 
organisational needs, task or job needs, through to the particular needs of the individual or person. In the 
following brief description of the (O-T-P) framework as a typical approach to TNA.  
 
2.3. Organisational Analysis (O) 
 
The original purpose of organisational analysis as described by McGehee and Thayer (1961) was to provide 
information about where and when training was needed in an organisation. 
 
2.4. Task Analysis (T) 
A task analysis identifies the nature of the tasks to be performed on the job and the knowledge, skills, and 
abilities (KSAs) needed to perform these tasks. 
 
2.5. Person Analysis (P) 
 
Person analysis focuses on identifying who should be trained and what training is needed by individual. 
 
2.6. Research problem 
 
Existing literature regarding TNA shows that most studies conducted on TNA practices were done overseas 
(UK, Europe, USA and Far East). Due to cultural and national differences, these findings might not reflect 
similar descriptions regarding TNA practiced in the India. 
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3. Aim and Objectives 
 
This research aims to investigate the nature of Training Needs Analysis within the context of the Loco Pilots 
and the impact of TNA on the performance of Loco Pilots. So, in this study following objectives were 
considered:   
 
ent methods and techniques of identifying training needs in the three levels (Individual, 
operational, organizational). 
 
 
 framework that integrates the needs of individual employees and the organisation. 
 
 
4. Research Methodologies 
 
No single method for conducting research data can be termed as perfect, because each one has some 
limitations. It depends on the type of research plus the circumstances surrounding the research, primarily the 
prevailing culture and the willingness of the employees as well as the company to reveal the information which 
may be critical to the completion of the research. Both qualitative and quantitative methodologies therefore will 
be used in order to minimize weaknesses and reach a deeper understanding of the area. 
 
This approach of integrating two o
of one method by the use of another in order to cross-check the find  
 
when properly conducted, extremely val
informants. The key informants will be the senior managers in the field of training and development and those 
who possess similar expertise. Further, some of the informants will be chosen from the other departments to add 
depth to the data collected. 
 
5. Analysis Procedure 
Table1 -Qualitative Descriptions of the Attributes 
Methods Attributes 
Sensory/Perceptual Psycho-motor/ 
Physical Skill 
Cognitive Learning/Knowledge/ 
Communication 
Personality/Motivation 
Observation Far Vision Multi-limb 
coordination, 
Stamina 
Deductive 
Reasoning, 
Time Sharing, 
Observation, 
Attention, 
Memory 
Knowledge of Rules, Oral 
Comprehension, Oral 
Expression, Written 
Comprehension, Written 
Expression, Mechanical 
Comprehension 
Cooperating, 
Conscientious, Punctual, 
Careful 
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Methods Attributes 
Sensory/Perceptual Psycho-motor/ 
Physical Skill 
Cognitive Learning/Knowledge/ 
Communication 
Personality/Motivation 
Interview Auditory 
Discrimination 
Multi-limb 
Coordination, 
Stamina 
Deductive 
Reasoning, 
Time Sharing, 
Memory, 
Attention, 
Observation 
Oral Expression, Knowledge 
of Rules, Written 
Expression,  
Careful, Compliance, 
Cooperating, 
Communication Skill, 
Conscientious 
Training Need 
Analysis 
Questionnaire 
-- Arm-Hand 
Steadiness, 
Stamina 
Memory, Time 
Sharing, 
Selective 
Attention, 
Reaction Time, 
Concentration 
Computer, Safety 
Consciousness, Technical 
Knowledge 
Stress Management, 
Communication, 
Coordination, Self Esteem 
 
It is not possible to assign any quantitative weightage to any of the attributes to determine their importance while 
indicating the findings that are significance for the job. 
 
5.1. Attributes 
The training need analysis of Loco Pilot of Indian Railways was made using three techniques which are 
considered one of the most representative techniques of training need analysis. The main objective of the study 
was to identify abilities, skills and personality traits that are crucial for the job of Loco Pilots. The most critical 
attributes identified in this study are alphabetically listed below  
 
o Attention  
o Carefulness  
o Compliance  
o Conscientious  
o Cooperation  
o Coordination 
o Memory  
o Multi-limb Coordination  
o Observation  
o Punctuality 
o Selective Attention  
o Sense of Responsibility  
o Stamina  
o Self Esteem 
o Stress Management 
o Time Sharing  
o Vision  
5.2. Outcome of the Study in Designing Training Programme 
 
Effective training or development depends on knowing what is required - for the individual, for the 
department and for the organization as a whole. With limited budgets and the need for cost-effective solutions, all 
organizations need to ensure that the resources invested in training are targeted at areas where training and 
development is needed and a positive return on the investment is guaranteed. Effective TNA is particularly vital 
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in today's changing workplace as new technologies and flexible working practices are becoming widespread, 
leading to corresponding changes in the skills and abilities needed. 
 
Majority of Loco Pilot join Railways as Probationary Assistant Loco Pilot through competitive examinations 
conducted by Railway Recruitment Boards. Some of the Loco Pilot enters into service as Traffic Apprentice, 
which is a supervisory cadre. About 25% of the posts are filled-up by departmental promotions from Switchmen, 
Cabinmen and other miscellaneous categories. The prescribed qualification is Graduation for open market 
recruits and Matriculation for in-service selections. Directly recruited staffs are required to undergo 118 days 
training which includes training in Transportation and on-line practical training but no specific training or 
refresher programme has been conducted.  
 
 
6. Conclusion 
 
over which wrecks their schedules, disrupts their home life, and makes social activities and regular breaks very 
hard to plan. This paper deals with the training needs of Indian are having very high 
importance on their total wellbeing and hence their productivity and entire growth and safety of an Indian railway 
.It also helps to analyse the factors that lead to a fatigue and stress, causing high probability of accident. Training 
skills and knowledge required to do the job in a professional manner. It is well acknowledged that one of the 
most important steps in training development is conducting a training needs analysis. A training needs analysis is 
primarily conducted to determine where training is needed, what needs to be taught, and who needs to be trained 
.To ensure the effectiveness of the training programme it is very much important to derived important categories 
for the training purpose. For this a survey questionnaire to provide quick, inexpensive, efficient and accurate 
means of assessing Information. Surveys should be quite flexible and properly conducted along with interviews 
which have been used in the study as key informants.  
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